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Pindah Kerja Perawat; 
 The study aims to identify the effect of organizational culture, pay satisfaction, job 
satisfaction on nurse intention to leave at Private Hospital Type D in Bantul. This 
study used a quantitative approach with a crossectional design. Collecting data using 
an instrument in the form of a questionnaire. This study uses SEM method analysis 
techniques using AMOS software. The results showed that there is a positive effect of 
organizational culture (c.r. 5,048, p 0,000) and nurse pay satisfaction (c.r. 3,713, p 
0,000) on nurse job satisfaction. There is a negative effect of organizational culture 
(c.r. -3,123, p 0,002) and nurse pay satisfaction (c.r. -2,336, p 0,019) on the nurse 
intention to leave. There is no effect of nurse job satisfaction (c.r. -0,916, p 0,36) to 
nurse intention to leave. 
  
Penelitian ini bertujuan untuk mengidentifikasi pengaruh budaya organisasi, kepuasan 
gaji, kepuasan kerja terhadap keinginan untuk pindah kerja perawat di Rumah Sakit 
Swasta Tipe D Bantul. Penelitian ini menggunakan pendekatan kuantitatif dengan 
metode crossectional. Data dikumpulkan menggunakan instrument dalam bentuk 
kuesioner. Penelitian ini menggunakan teknik analisa metode SEM dengan AMOS 
software. Hasil penelitian didapatkan ada pengaruh positif budaya organisasi (c.r. 
5,048, p 0,000) dan kepuasan gaji (c.r. 3,713, p 0,000) terhadap kepuasan kerja 
perawat. Ada pengaruh negatif budaya organisasi (c.r. -3,123, p 0,002) dan kepuasan 
gaji (c.r. -2,336, p 0,019) terhadap keinginan untuk pindah kerja perawat. Tidak ada 
pengaruh kepuasan kerja perawat (c.r.          -0,916, p 0,36) terhadap keinginan untuk 
pindah kerja perawat  
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INTRODUCTION 
The high nurse turnover is still a challenge for the health sector in almost all 
countries. Nurse plays an important role in the hospital because they are the staff with the 
largest composition compared to other professions. The high rate of nurse turnover causes a 
shortage of nurses so that the hospital operations will be disrupted. (Dewanto, 2018). Closing 
vacancies left by nurses can increase workloads, decrease productivity and disrupt service 
continuity. Furthermore, it also has an impact on the increasing safety risks of nurses and 
patients such as: increased medical errors and work-related injuries among nurses (Oktizulvia 
et al., 2017). On the other hand, nurse replacement will have an impact on the cost of 
replacing new employees as a consequence of nurse turnover. In addition, there are indirect 
costs that must be borne including the cost of termination of employees, the costs lost when 
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the position is left unfilled, marketing costs, orientation costs and training of new employees. 
(Oktizulvia et al., 2017; Gess et al., 2008). 
Nurses who work in private hospitals have a greater tendency to leave jobs. One of 
the reasons for leaving nurses is to be admitted to a government hospital or a larger private 
hospital (Dewanto, 2018). Type D private hospitals as the lowest type of hospitals in the 
health system in Indonesia have the greatest potential to experience nurse turnover. This 
phenomenon of leaving jobs can be seen as the nurse's desire to be more stable in economic 
aspects to fulfill her life. Another reason nurses leave their jobs is because they are dissatisfied 
with their work and unsuitable work environment. (Dewanto, 2018) 
By using a study of previous research, the turnover intention is influenced by several 
variables, including organizational culture (MacIntosh & Doherty, 2010), pay satisfaction 
(Currall, 2005; Wang, et al., 2019), job satisfaction (Oktizulvia et al., 2017), and several other 
factors 
Although many studies related to organizational culture, pay satisfaction and job 
satisfaction have negative effects on the intention to leave, there are studies that give the 
opposite results. (Puangyoykeaw & Nishide, 2015; Ezeh, L.N. & Olawale, K., 2017). This 
study was structured to increase knowledge regarding factors related to nurse intention to 




This research is quantitative research with cross sectional design. A quantitative 
approach is a research approach that uses data in the form of numbers from results of survey 
responses distributed to respondents. This research was conducted on nurses of all Type D 
Private Hospital in Bantul that was selected using quota and purposive method. The sample 
in this study was determined to be 160 nurses. Data retrieval is done by using questionnaires 
that describe the questions about organizational culture, pay satisfaction, job satisfaction and 
intention to leave.  The measurement scale in the scoring questionnaire was the Likert scale 
of 5 point. 
Indicators of organizational culture (BO) consist of:  
a. Orientation (BO1) 
b. Consistency (BO2) 
c. Involvement (BO3) 
d. Adaptability (BO4) 
 
Indicators of pay satisfaction (KG) consist of: 
a. Pay level (KG1) 
b. Benefit (KG2) 
c. Raises (KG3) 
d. Structure/Administration (KG4) 
 
Indicators of job satisfaction (KK) consist of: 
a. Work itself (KK1) 
b. Promotion (KK2) 
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c. Supervision (KK3) 
d. Coworker (KK4) 
e. Overall (KK5) 
 
Indicators of intention to leave (KP) consist of: 
a. Thinking of quitting (KP1) 
b. Thinking of search (KP2) 
c. Intent to leave (KP3) 
 
RESULT AND DISCUSSION 
1. Confirmatory Factor Analysis Test 
 
Table 1. Confirmatory Factor Analysis Test (CFA Test) 
Indicator Variable Estimate Valid/ Invalid 
BO1 Organizational Culture 0.649 Valid 
BO2 Organizational Culture 0.865 Valid 
BO3 Organizational Culture 0.819 Valid 
BO4 Organizational Culture 0.86 Valid 
KG1 Pay Satisfaction 0.829 Valid 
KG2 Pay Satisfaction 0.836 Valid 
KG3 Pay Satisfaction 0.895 Valid 
KG4 Pay Satisfaction 0.902 Valid 
KK1 Job Satisfaction 0.617 Valid 
KK2 Job Satisfaction 0.759 Valid 
KK3 Job Satisfaction 0.695 Valid 
KK4 Job Satisfaction 0.466 Invalid 
KK5 Job Satisfaction 0.767 Valid 
KP1 Intention to leave 0.886 Valid 
KP2 Intention to leave 0.941 Valid 
KP3 Intention to leave 0.877 Valid 
 
Ghozali (2017) explains that an indicator of a variable is declared valid if the loading 
factor value is ≥ 0.5 so it can be concluded that the KK4 (coworker) indicator is invalid 
because it has a loading factor value of 0.466 (<0.5). 




Picture 1. Full Model Standardized Model 
 
2. Reliability Test 
Table 2. Reliability Test 
 
 












BO1 0.649 0.421 0.291 0.919 0.819  
BO2 0.865 0.748 0.087    
BO3 0.818 0.669 0.106   




KG1 0.828 0.686 0.140 0.968 0.882  
KG2 0.835 0.697 0.130    
KG3 0.896 0.803 0.074    




KK1 0.604 0.365 0.182 0.926 0.760  
KK2 0.782 0.612 0.144    
KK3 0.685 0.469 0.194   
 KK5 0.755 0.570 0.115   
4 Intention 
to leave 
KP1 0.886 0.785 0.098 0.961 0.892  
KP2 0.940 0.884 0.074   
  KP3 0.878 0.771 0.122     
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From table 2, all the indicators are reliable, because the value of CR 
(Construct Reliability) is more than 0,7 and the value of AVE is more than 0,5. Then, 
we can use SEM model with 15 indicators. 
 
3. Outliers Test 
Table 3. Outliers Test 
Observation number Mahalanobis d-squared p1 p2 
125 41.254 0 0.04 
8 30.622 0.01 0.44 
17 28.976 0.02 0.45 
74 27.188 0.03 0.6 
101 26.955 0.03 0.46 
139 25.394 0.05 0.68 
1 25.259 0.05 0.57 
92 24.95 0.05 0.51 
144 24.73 0.05 0.43 
… … … … 
 
From table 3, observation number 125 and 8 are outliers because their value of 
Mahalanobis d-squares more than 30,578 (p < 0,01 with 15 indicators) 
 
4. Normality Test 
Table 4. Normality Test 
Variable min max skew c.r. kurtosis c.r. 
KP1 1 4 0.386 1.932 -0.495 -1.237 
KP2 1 4 0.243 1.217 -0.673 -1.681 
KP3 1 4 0.157 0.783 -0.334 -0.834 
KK1 2 5 -0.4 -2 0.538 1.346 
KK2 2 5 -0.273 -1.366 -0.575 -1.437 
KK3 2 5 -0.678 -3.389 -0.228 -0.571 
KK5 2 5 -0.451 -2.257 0.337 0.843 
KG1 1.25 5 0.096 0.48 -0.311 -0.777 
KG2 2 5 0.11 0.55 -0.507 -1.267 
KG3 2 4.5 0.018 0.088 -0.656 -1.641 
KG4 1.83 4.667 0.007 0.036 -0.194 -0.484 
BO1 1.67 5 -0.775 -3.875 0.672 1.681 
BO2 2 5 -0.455 -2.275 0.348 0.871 
BO3 2.33 5 -0.065 -0.326 0.349 0.874 
BO4 2 5 -0.4 -1.998 0.307 0.767 
Multivariate 8.014 2.173 
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From table 4, the value of multivariate critical ratio is 2.173, so it can be concluded 
that the data is normally distributed (the value of c.r. is between ± 2.58) 
 
5. Goodness of Fit Test 
Table 5. Goodness of Fit Test 
Goodness of Fit Index Cut off value Result Evaluation 
Chi-Square 106.40 128.729 Not Fit 
Probability > 0.05 0.001 Not Fit 
CMIN/DF < 2 1.582 Good Fit 
GFI ≥ 0.9 0.899 Marginal Fit 
RMSEA ≤ 0.08 0.060 Good Fit 
AGFI ≥ 0.9 0.855 Marginal Fit 
CFI ≥ 0.9 0.971 Good Fit 
TLI ≥ 0.9 0.964 Good Fit 
 
Table 5 shows that there are 4 good fit indexes, 2 marginal fit indexes and 2 not fit 
indexes. From these results, it can be concluded that this model is good because there are 4 
good fit indexes (more than 2 good fit indexes). 
 
6. Hypothesis Test 
Table 6. Hypothesis Test 
 Estimated 
Standardized 
S.E. C.R. p Information 
KK <-- BO 0.391 0.078 5.048 *** Significant 
KK <-- KG 0.257 0.069 3.713 *** Significant 
KP  <-- KG -0.27 0.116 -2.336 0.019 Significant 
KP  <-- KK -0.185 0.202 -0.916 0.36 Not Significant 
KP  <-- BO -0.431 0.138 -3.123 0.002 Significant 
 
Hypothesis is significant if P value ≤ 0,05. From table 6 there are 4 significant 
hypothesis. The results showed that there was a positive effect of organizational culture (c.r. 
5,048, p 0,000) on the job satisfaction of nurses at the private hospital type D in Bantul. The 
results of the study are in line with the results of previous studies (Hazavehei et al, 2019; 
MacIntosh and Doherty, 2010). A positive organizational culture will form a good work 
environment due to effective interaction between colleagues (Hazavehei et al, 2019In this 
good work environment, employees including nurses can meet their needs so that they can 
achieve higher levels of job satisfaction and organizational goals through effectively organized 
work (Hazavehei et al, 2019). The results also showed that there was a positive effect of pay 
satisfaction of nurses (c.r. 3,713, p 0,000) on job satisfaction of nurses at the private hospital 
type D in Bantul. This study supports previous research (Singh and Loncar, 2010; 
Coudounaris, D.N. et al, 2020), which states that all dimensions of salary satisfaction 
(benefits, salary increases, structure / administration) have a significant effect on the job 
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satisfaction. Seo et al. (2004) stated in their research that nurses would be very dissatisfied if 
they perceived that nurses in the same place in other places received better rewards (pay). 
In order to prevent nurses from leaving the organization, it is very important to develop 
an understanding of predictors of nurses’ intention to leave, and to use this understanding to 
develop strategies to decreased nurse turnover (Arslan Yurumezoglu, H., & Kocaman, G., 
2015). The results showed that there was a negative effect of organizational culture on the 
nurses’ intention to leave at the private hospital type D in Bantul. Shim (2010) states that 
organizational culture has a role in predicting employee turnover. There are fewer employees 
who have the desire to leave their jobs if the employee has a high assessment of the 
organizational culture. The results of this study support previous studies (Booth & Hamer, 
2007; MacIntosh and Doherty, 2010; Shim, 2010). All of these studies conclude that 
organizational culture is an important variable in predicting the intention to leave. 
Hospital managers must design strategies to develop a positive organizational culture so 
that they are able to reduce the nurse intention to leave and advance the organization. 
Waldera (2002) states in his work, that in order to move organizations forward by adapting 
organizational culture, it is necessary to: (1) communicate culture, (2) measure cultural 
implementation, and (3) align organizational steps with new cultural norms. This continuous 
effort should always be made to be able to strengthen the positive and complement the weak 
parts of the organizational culture so that it will improve the quality of job satisfaction and 
the intention to stay. 
The results of this study also indicate that there is a negative effect of nurse pay 
satisfaction on the nurse intention to leave in the Type D private hospital in Bantul. This 
research supports previous research (Singh and Loncar, 2010; Coudounaris, D.N. et al, 2020; 
Sudita, I.N., 2015; Rizka, F. M., 2020). This is understandable considering that most of the 
people who work are to obtain rewards. The rewards they receive, in the form of pay, 
incentives, benefits and so on, are used to meet personal and family needs. Pay plays an 
important role, as it is seen as a reward from the organization and can also be seen as 
performance motivation. Pay can be a good way to attract and retain employees (Carraher, 
2011; Judge et al., 2010). Pay satisfaction can help strengthen ties within the organization so 
that it is able to retain employees (Vandenberghe & Tremblay, 2008). Furthermore, many 
studies have shown that various employee withdrawal behaviors (tardiness, work absenteeism, 
and intention to leave) are a negative impact of low pay satisfaction (Carraher, 2011; Curral 
et al, 2005; Singh & Loncar, 2010). 
Interesting results were obtained from this study. This study shows that job satisfaction 
has no effect on the nurse intention to leave in private hospital type D in Bantul. 
Dissatisfaction with work does not always make nurses decide to leave their job, because 
finding a job that matches their expectations is not easy. This research was conducted during 
the Covid-19 pandemic, so the job opportunities available for nurses were mostly related to 
intensive care for Covid patients. Research conducted by De los Santos, J. A. A., & Labrague, 
L. J. (2021) shows that there is a moderate to high fear of nurses to treat covid patients, 
especially female nurses. The findings in this study are in line with previous studies (Toly, 
2001; Rahman et al, 2008; Puangyoykeaw & Nishide, 2015), which found that job 
satisfaction did not significantly influence the desire to change jobs. 
 




Private hospitals have become an important component of Indonesia’s health system 
during the past decade, so this result give insight into predictor of intention to leave among 
nurses working at private hospital. Nurses who have a high level of pay satisfaction and 
experience good organizational culture  will consider staying the organization. Pay satisfaction 
and organizational culture also have a positive effect on job satisfaction. 
Preventing nurses from leaving the organization and finding a solution to the nursing 
shortage are essential tasks, and these items are always priorities on the agendas of hospital 
managers. Hospital managers should focus first on initiatives that increase nurse pay 
satisfaction.  To accomplish this, managers must have a clear understanding of the fair 
compensation of the nursing staff. Continued efforts to establish systemic strategies that 
strengthen positive parts and complement weak parts of the organizational culture will 
improve the quality of nurse job satisfaction and intention to stay at work. 
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